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[bookmark: _glqc0q8zl8ho]Part 1: Re-Engineering Performance and Job Design at Aether Innovations
[bookmark: _bjzjps3iwyi]1.1 Introduction
Aether Innovations is a technology company with 300 employees, characterized by interlinked issues such as low growth and staff turnover as well as customer dissatisfaction. All these are usually indications of more systemic failure in how organisations cope with performance and design work (Lasa, Pedroni & Komm 2024). This report is an offer to embark on a comprehensive overhaul of human capital by re-engineering the performance appraisal framework, as well as the job structure of the six top leadership positions. 
Through aligning current appraisal processes with, and based on, the Job Characteristics Model (JCM) which offers the enriched version of job design, Aether will be able to foster performance-oriented culture, which will boost employee engagement and organisational results at the same time. Since Sinisterra, Peñalver and Salanova (2024) contend, talent management practices are directly associated with engagement and also decrease turnover intention, the dual intervention is timely and is strategically critical to Aether recovery.
[bookmark: _lv3n4rlmq1mc]1.2 Current Practices in Performance Appraisal and Job Design in Tech Companies
In the technological industry performance appraisal has changed immensely in the last ten years. The traditional annual review systems which are characterised by backward looking appraisals and forced ranking distributions have been highly criticised to fail in motivating knowledge workers. In a systematic review, Ivan and Botelho (2023) found that traditional appraisals are usually accompanied by anxiety and not a positive change, especially where appraisals focus on judging instead of developing. Micacchi et al. (2023) also show that perceptions of appraisal justice are significant predictors of work engagement, which indicates that ineffectively developed systems actively harm the psychological contract between an employer and an employee.
As a reaction, the major technological corporations, including Google, Adobe, and Microsoft, have switched to the system of continuous feedback, agile goal frameworks, and conversations (Giamos, Doucet & Léger 2023). Kinaeas firm research also confirms that organisations where people are centred in performance management record significantly improved innovation and retention results (Losa, Pedroni & Komm 2024). In spite of such progress, a large number of mid-sized companies such as Aether are still tied to the traditional systems which fail to record real-time inputs as well as create an environment of psychological safety.
When it comes to job design, the prehistoric paradigm in technology firms tends to revert to previous definitions of roles that existed in the pyramid organisations. But, recent studies note that enriched job design, defined by autonomy, skill variety, and meaningful feedback, is necessary to maintain experience of engagement in creativity-intensive, knowledge-intensive workplaces (Cotič et al. 2025). This mismatch between the requirements of modern workers and the structure characteristic of traditional ones is the reason behind a lot of the present turnover and disengagement issue Aether is facing.
[bookmark: _x3ht49nrn0hf]1.3 Proposed Modern Performance Appraisal System
The current report advises Aether Innovations to implement an integrated performance appraisal system based on a combination of Objectives and Key Results (OKRs) with the 360-degree feedback mechanisms along with ongoing performance conversations.
[bookmark: _k1vbbccashn3]1.3.1 Objectives and Key Results (OKRs)
OKRs are a clear, outcome-oriented tool that identifies the contribution of individuals with the organisational strategy. A systematic literature review by Troian et al. (2022) revealed that OKRs can be used to improve strategic unity and cross-functional alignment, which are both essential in a company with a flat growth. In contrast to the classical KPIs, the OKRs promote very ambitious and stretch goals that lead to innovation. Zulaikha Al-Saadi et al. (2023) investigated the implementation of the OKR in one of the higher education institutions and discovered that despite the benefits such as increased transparency and alignment of goals, effective implementation of the system demanded a high level of leadership sponsorship and sufficient training, which applies directly to the situation in Aether.
[bookmark: _opu7ns6muysu]1.3.2 360-Degree Feedback
Adding to OKRs, 360-feedback gives a multi-source assessment that includes the opinion of subordinates, peers, supervisors, and clients. As stated by Dalvi et al. (2023), 360-degree systems enhance self-knowledge and unveil the areas where a person cannot see; something that the top-down reviews fail to notice altogether. Specifically, Judijanto and Mintawati (2025) studied Indonesian technology companies and found that the use of 360-degree feedback had a positive impact on the individual performance and career developmental changes. In the case of Aether, the multi-directional strategy is able to restore the trust and accountability in a workforce which has clearly become disengaged under the current processes.
[bookmark: _agmdhr6uy1qp]1.3.3 Continuous Performance Conversations
Studies conducted by Giamos, Doucet and Léger (2023) proved that constant feedback (both outcome-based and process-based content) proved to be much more effective in terms of motivation and involvement with the tasks than regular reviews. At Aether, monthly one to one developmental discussion would be checked on quarterly with OKRs so that instead of the anxiety of annual reviews, a performance dialogue rhythm is created which allows the continual creation of growth opportunities.
Table 1: Proposed Performance Appraisal Framework for Aether Innovations
	Component
	Mechanism
	Frequency & Purpose

	Goal Setting
	OKRs were broken down to individual and company levels.
	Quarterly; strategy congruency and stretch targets.

	Multi-Source Evaluation
	Peer ratings, subordinate ratings, Manager ratings, Client’s ratings.
	Every six months; whole self-awareness and responsibility.

	Developmental Dialogue
	Ongoing one to one coaching dialogues.
	Monthly; course correction/ real time growth.

	Recognition
	Manager-supported and peer-nominated achievement awards.
	Continuing; strengthening innovation and teamwork. 



[bookmark: _ensq63e1kmfp]1.4 Job Analysis and Redesign Using the Job Characteristics Model
According to Job Characteristics Model by Hackman and Oldham (1976), there are five fundamental dimensions of jobs namely; skill variety, task identity, task significance, autonomy, and feedback which contribute to high motivation, satisfaction and performance. As Cotič et al. (2025) deliver quite solid modern evidence, these five dimensions are highly predictive of work engagement with autonomy and feedback presenting notably strong results in the knowledge-intensive industries. This model will therefore be best incorporated in reworking of Aether leadership positions.
[image: ]
Figure 1: Job Characteristics Model (Self-Generated Lucid chart)
Table 2: Summary Job Descriptions and Specifications for Six Key Leadership Roles
	Role
	Key Responsibilities
	JCM Enrichment
	Person Specification

	CEO
	Strategic vision, management of stakeholders, leadership of culture, cross-functional alignment.
	Strategic choice; role significance via impacting the company-wide; diversity of skills in finance, technology and people areas.
	MBA or other, 15 + years’ experience in leadership; visionary thinking; emotional intelligence.

	CFO
	Financial plan, risk, investor relations, innovation resource allocation.
	Task identity by virtue of end-to-end financial stewardship; autonomy through capital allocation; feedback by way of OKR financial targets.
	CPA/ACCA qualified; 10 years or more years finance leadership; analytical rigour; strategic communication skills.

	CTO
	Technology road, R&D management, architecture, technical talent, development.
	Diversity in skills of all fields of engineering; independence in the selection of technology; product delivery feedback.
	MSc/Phd in CS or Engineering; 10 years technical leadership; innovation perspective; systems thinking.

	CIO*
	Innovation pipeline, intra-professional programmes of intrapreneurship, cross-functional innovation sprints, strategy of IP.
	Task significance as driver of innovation is high; freedom to explore, variety of skills in market research and in prototyping.
	Ph. D; 8+ years of experience in innovation/R&D; design thinking; entrepreneurial orientation.

	HR Dir.
	Strategic talent, L&D, employee engagement, performance management, DEI, initiatives.
	Task identity in defining life cycle employee lifecycle; feedback through engagement survey; skill variety between disciplines in the HR field.
	CIPD Level 7 or equivalent; 10yrs + HR experience; evidence-based practice; compassionate management.

	Head R&D
	Innovation of the product, development of prototypes, research, quality control.
	Skill variety of applied research; identity of task based on ownership of product lifecycle; choice in research direction.
	PhD is desired; experience in leadership in the R&D 8 or more years; publication history; team relationships. 




[bookmark: _298124zgtmk5]1.5 Connecting Performance Appraisal and Job Design for a Performance-Driven Culture
The real strategic worth becomes apparent as the suggested performance appraisal mechanism and enhanced job designs are viewed as a combined one instead of individual HR activities. OKRs are a translation of the added autonomy and importance of work in each position into specific, uncovered goals. When the CTO has real decision-making power regarding technology roadmap (autonomy) and their OKRs indicate innovation milestones, the interface between role design and performance expectations will be smooth. 
Equally, 360-degree feedback triggers the knowledge of results-focused psychological state that Cotič et al. (2025) note is essential to engaging in the process of sustaining engagement, which the 360-degree feedback enables following the dimension of the JCM called feedback.






The argument of Sinisterra, Peñalver and Salanova (2024) is very strong because the authors argue that integrated talent management practices provide a virtuous cycle: the enriched jobs attract high-potential employees, strong appraisal systems keep them in the company through feedback development and the ensuing engagement results in high organisational performance. In the case of Aether Innovations, that would imply that the offered system is not only dealing with the symptoms of turnover and stagnation, but rather restructuring of the very principles of interaction between people and their work and organisational strategy. 
As Lasa, Pedroni and Komm (2024) also stress, the management of performance is more effective with people in the first place - and it is exactly this goal that the combination of JCM-enriched roles and the use of the OKR-based, feedback-rich appraisal will guarantee.


[bookmark: _uwnw7q6rb2hg]Part 2: Reflective Account
[bookmark: _b3k31har3h27]2.1 Reflection on the Learning Journey Using Gibbs’ Reflective Cycle
[bookmark: _dmt67ga2516o]Description
Over the past several weeks, I also studied a wide variety of HRM theories and modern models, such as performance management systems, talent ecosystem, organisational culture, and future of work. The theories of the Job Characteristics Model, the OKRs, the 360-degree feedback, and strategic workforce planning were among the concepts that I have been introduced to via lectures, case studies, and group discussions. This assessment assignment implied the profession of a consultant where I will be expected to apply these concepts to a real-life scenario within an organisation, which was very reasonable in my pragmatic knowledge.
[bookmark: _jzavbbkubbza]Feelings
First, I was too much overwhelmed by the scope of the HRM literature and the necessity to be a critical thinker rather than just describe theories. Nevertheless, throughout the course of the module, I gained trust in the ability to synthesise various points of view and the interconnection of HRM practices. The test was both a difficult and thought-provoking experience since it required me to go beyond the information I could find in textbooks to suggest original, evidence-based solutions.
[bookmark: _2vz09rwg0h9w]Evaluation
It was a rather good experience. The formal system of performance management and job design offered me a transferable analytic system. The JCM was especially helpful to me since it provided a systematic angle through which I should interpret why some roles provide engagement and other disengagement. The lessons shared about the use of OKRs and 360-degree feedback helped me overcome my initial thought that the use of appraisals is necessarily penal and demonstrated their potential to develop as designed. One of the less successful points was that I usually tried to apply models prescriptively without paying attention to the limitations of the context which I later overcame through additional reading.
[bookmark: _xm6czvpxjuvh]Analysis
In further consideration, I realise that the module has radically changed my perception of HRM as an administrative role to a strategy. It was a powerful idea of the integrated talent management (Sinisterra, Peñalver & Salanova 2024), which made me realize that ignoring the interdependence of isolated HR practices and their alignment with studies, as well as with overall organisational strategy, was counterproductive to forming sustainable value. It has implications on my personal growth and development, namely, to develop a growth mindset, it is essential not only to develop isolated skills but also to develop an inter-related portfolio of capabilities that develops based on the requirements of the professional setting.
[bookmark: _2lelc76w7azw]Conclusion
The module has given me a strong foundation on the design of Learning and Development approaches. I have also realised that successful L&D has to be nonstop, individualised, and connected to personal ambitions and corporate ambitions- just like one of my suggested principles to Aether Innovations. Going forward, I will use a personal OKR system to frame my professional growth, request frequent 360-degree style feedback on my colleagues and mentors, and actively pursuit of the new research in the area of HRM and organisational behaviour.
[bookmark: _aiehfijht9v]Action Plan
In particular, I will seek professional HR certification to formalise the already acquired knowledge, create competence in people analytics to balance qualitative knowledge, and establish the Culture of Reflective Practice through keeping a professional learning journal. The above measures will incorporate innovation and growth mindset in my personal development ecosystem, which will keep me flexible and constantly enhance myself as an HR practitioner in the future.
[bookmark: _4kc154vu9i34]2.2 Staying Relevant in the Age of Artificial Intelligence
The blistering development of artificial intelligence offers prospects and existential concerns to the professionals of all professions. The AI systems are becoming more and more automatized, with the ability to ascertain regular thought processes in data processing, report creation, scheduling, and even performance assessment components. This fact necessitates this conscious approach to keeping oneself professionally relevant. 
I will also organize AI as an addition aid and not as a threat to competition. Specifically, HRM, AI has the capability to handle large volumes of engagement surveys, determine the trends of turnover risk, and produce rough analysis significantly faster than traditional methods. I am planning to gain skills in the usage of AI-based HR analytics tools, which will allow me to apply them and focus my personal activities on the more human aspects of HRM: relationship creation, ethical decision-making, organisational politics, and uncomfortable performance and development discussions. 
Most importantly, the elements of human capital management that enable the production of the most value, coaching staffs in the field of career change, creating cultures that motivate creativity, making delicate choices about talent in unclear cases, demand emotional intelligence, situational knowledge, and moral decisions, which the AI is not able to produce. 
This is why I have chosen a three-fold approach: the first one would be to make myself technically literate in AI applications that could be applied in HRM; the second would be to ensure that I invest immensely in the further development of interpersonal and strategic skills, which cannot be replaced by AI; the third would be to keep the learning mentality about continuously evolving counterparts of human and machine capabilities. The adoption of AI as a partner and not a threat would allow me to make sure that technology will actually improve but not replace my professional input.
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